Euromoney Institutional Investor PLC 
Our 2018 gender pay gap report 


Our business is dependent on recruiting, retaining, developing and motivating talented people. The 
talents we need do not depend on gender, sexual orientation, religion, ethnic or national origin, race 
colour, age, disability or socio-economic background. We continue to focus on doing more to appeal to 
everyone who could contribute to our success. 


Gender Hourly Pay Gap 
Hourly pay difference between women and men 
Mean Median 
Hourly 25.97% 24.82% The mean pay for men is 25.97% higher and the median pay for men is 24.82% higher than 
Pay that of women. 


Gender Bonus Gap 


Bonus difference between women and men 
Mean Median 


Bonus The mean bonus for men is 43.61% higher and the median bonus for men is 33.23% higher 


43.619% 33.239% 
Pay a % than that of women. 


Proportion of Women and Men Paid a Bonus 
Men Women 


This shows a 5.74% difference between the number of men and the number of women being paid a 


85.01% 79.27% 
bonus. 


Proportion of Women and Men by Quartle 


The images below illustrate the gender distribution across four equally sized quartiles. 
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Quartile Lower Lower Middle Upper Middle Upper 
Median Pay Gap 1.20% 2.25% 2.86% 9.84% 
Commentary 


As we highlighted in our 2017 gender pay gap disclosure, our gender pay gap is driven by the under- 
representation of women in more senior roles which results in a lower proportion of women in the upper- 
pay quartile. Our 2018 mean gender pay gap at 25.97% (based on April 2018 data) is one percentage 
point higher than the equivalent figure for 2017. This is disappointing and shows we did not make progress 
during the reporting year in this important area. 


That said, since April 2018 we have increased the steps we are taking to improve the underlying drivers 
of the pay gap, such as increasing the diversity of shortlists for senior roles. We have also taken a number 
of other actions that we believe will have a positive impact on the diversity of our organisation over the 
longer term, which in turn should close the gender pay gap and reduce the gender imbalance at the top 
of the organisation. These actions include: 


e A number of Euromoney diversity networks were launched late in 2017/early in 2018, including 
our Women@Euromoney group with the aim to empower and Inspire women to go further in 
their careers. These diversity groups led to our first global diversity week in January 2019 

e We continue to invest in talent and further developing the training we provide for our managers 
and future leaders 

e We undertook our first global staff survey in 2018 to help us better engage with our employees 

e In response to the feedback in the global staff survey, we launched our global flexible working 
framework in September 2018 

e Pay was also a key theme in the global staff survey and from our April 2019 salary review onwards 
we have improved our processes and the links to market data when making salary review 
decisions to ensure increased robustness and objectivity 

e = We introduced a new employee benefit in October 2018, Parental Choice, to provide support to 
working parents to help them balance their family and working life and further foster an 
environment of inclusion at Euromoney 

e Tocomplement our global staff survey (which we intend to hold annually), we launched a global 
staff forum early in 2019 to further enhance our engagement with our employees 


Since April 2018 (the date on which the 2018 gender pay gap data above is based), we have hired a 
number of senior females in key roles, including Wendy Pallot who joined as Chief Financial Officer in 
August 2018. As well as hiring Wendy as an executive director, we recruited three female non-executive 
directors (in late 2017/early 2018) which has significantly increased the female representation on our 
board and improved our ranking in the Hampton-Alexander Review (which aims to improve gender 


balance in FTSE leadership) from 245" in the FTSE 250 in 2017 to 40" in 2018. 


We continue to be committed to building on the progress we have made and trust that this will have a 
positive Impact on reducing our gender pay gap over the longer-term. 


I confirm the data reported above is accurate. 


Gillian Fox, Global Human Resources Director 


